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This study examined the mediating role of coaching in the relationship between 
compensation, job involvement and feedback on employee productivity in a Nigeria Higher 
Educational Institution. Organizations hope that their employees will be able to learn inspire 
and work towards improving their performance and productivity as well as organizational 
productivity as it is only by increasing productivity, employees can obtain better wages, 
salaries, working conditions and larger employment opportunities. Nevertheless, the 
constantly changing attitude of employees’ job has negatively affected the traditional 
employment engagements that offer an employee a sense of organizational commitment, 
involvement, and support in their jobs. With reduced organizational commitment and job 
involvement, feedback and support in form of coaching, employee productivity to the 
organization weakens. In spite of this, organizations most especially the Nigeria’s university 
education employees have been characterized by unpredictable and standardized way of 
measuring their productivity. This paper attempts to investigate the mediating role of 
coaching on job related factors of compensation, job involvement and feedback towards 
employee productivity on a total population of 1445 employees who are working under 
FUD, Jigawa State, Nigeria. An aggregate of 900 copies of questionnaire were distributed 
to the respondents. However, 583 questionnaires were finally retained for analysis from a 
total 691 questionnaires that were collected back from the respondents. PLS-SEM Bootstrap, 
Sobel test were the procedures and techniques employed in this study to assess and evaluate 
the statistical significance of relevant path coefficients as well as exploration of challenges 
faced by employees in their drive towards productivity. The findings disclosed that the extent 
to which organizational employees are provided with compensation, fully involved, and with 




coaching would gear them to be keen in making persistent and intense efforts towards 
improving their performance as well as productivity. In addition, this study highlighted some 
of the challenges faced by employees towards employee productivity. This study also 
demonstrated that coaching is a fundamental key element in the employee productivity 
resultant effects. Hence, the basic principle of the coaching approach is that performance 
will be fully enriched. Most especially, if high levels of the understudied factors from the 
organization and employee as well as the clearly defined organizational goals and objectives 
are present. 





Peranan Mediasi Bimbingan dalam Hubungan antara Pampasan, Penglibatan 
Pekerjaan dan Maklum Balas Mengenai Produktiviti Pekerja di Institusi Pendidikan 
Tinggi Nigeria 
ABSTRAK 
Kajian ini menyelidiki peranan pengantara dalam hubungan antara pampasan, penglibatan 
pekerjaan dan maklum balas produktiviti pekerja di Institusi Pendidikan Nigeria. 
Organisasi berharap pekerja mereka dapat belajar memberi inspirasi dan berusaha untuk 
meningkatkan prestasi dan produktiviti mereka serta produktiviti organisasi kerana hanya 
dengan meningkatkan produktiviti, pekerja memperolehi pendapatan yang baik, gaji, 
keadaan kerja dan peluang pekerjaan yang lebih besar. Walaupun begitu, sikap kerja 
pekerja yang sentiasa berubah telah memberi kesan negatif terhadap penglibatan pekerjaan 
tradisional yang menawarkan rasa komitmen, keterlibatan, dan sokongan kepada pekerja 
dalam pekerjaan mereka. Dengan penurunan komitmen organisasi dan penglibatan 
pekerjaan, maklum balas dan sokongan dalam bentuk bimbingan, produktiviti pekerja 
kepada organisasi semakin lemah. Walaupun begitu, organisasi terutamanya pekerja 
pendidikan universiti Nigeria dicirikan oleh cara yang tidak dapat diramalkan dan standard 
untuk mengukur produktiviti mereka. Kajian ini berusaha untuk menyiasat peranan 
pengantara mengenai faktor pampasan yang berkaitan dengan pekerjaan, penglibatan 
pekerjaan dan maklum balas terhadap produktiviti pekerja terhadap jumlah populasi 1445 
pekerja yang bekerja di bawah FUD, Jigawa State, Nigeria. Sebanyak 900 salinan borang 
soal selidik diedarkan kepada responden. Walau bagaimanapun, 583 soal selidik akhirnya 
disimpan untuk dianalisis dari sejumlah 691 borang soal selidik yang dikumpulkan kembali 
daripada responden. PLS-SEM Bootstrap, Sobel test adalah prosedur dan teknik yang 




yang relevan serta penerokaan cabaran yang dihadapi oleh pekerja dalam usaha mereka 
menuju produktiviti. Hasil kajian menunjukkan bahawa sejauh mana pekerja organisasi 
diberi pampasan, terlibat sepenuhnya, dan dengan maklum balas biasa, dan disokong oleh 
pengawas dan rakan sebaya dalam pekerjaan mereka dalam hal pembinaan akan 
mendorong mereka untuk bersungguh-sungguh dalam melakukan usaha yang gigih dan kuat 
terhadap meningkatkan prestasi serta produktiviti mereka. Di samping itu, kajian ini 
menyoroti beberapa cabaran yang dihadapi oleh pekerja terhadap produktiviti pekerja. 
Kajian ini juga menunjukkan bahawa bimbingan adalah elemen penting dalam kesan 
produktiviti pekerja. Oleh itu, prinsip asas pendekatan bimbingan adalah bahawa prestasi 
akan diperkaya sepenuhnya. Terutama sekali, jika tahap tinggi faktor yang kurang 
dipelajari dari organisasi dan pekerja serta tujuan dan objektif organisasi yang dinyatakan 
dengan jelas. 
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Despite many kinds of research and couple with many years of studies, the theories 
formulation on the relationship relating to employee productivity has been discussed 
extensively, and previous literature has discussed the advantages of employee productivity 
that would lead to organizational success (Sharma & Sharma, 2014). Hence, this study 
attempts to explore the relationship between compensation, job involvement, and feedback 
towards employee productivity. This study further investigated the mediating role of 
coaching in the relationship between employee productivity, compensation, job 
involvement, and feedback. The chapter provides an insight to the readers with an overview 
of the current study and highlights the important aspects, such as the background of the 
study, problem statement, and conceptual framework. The study also examined research 
objectives, research questions, hypotheses, significance of the study as well as definition of 
terms used in the research as a basis for understanding the rationale for embarking on this 
research with a view to ascertain the relationship between compensation, job involvement 
and feedback on employee productivity and the mediating role of coaching. 
1.2 Background of the Study           
The importance of increase in worker’ productivity through job-related factors of 
compensation, job involvement and feedback is imperative to the growth of any nations’ 
economy. The World Economic Forum (WEF) in its 2019-2020 global competitiveness 
report further buttresses the fact that global productivity is declining. According to the report, 




lowest productivity growth rate of 1.1% between 1987-1995 after Eastern Europe and 1.3% 
between 1995-2007 after Latin America and Middle East (Umoru & Yaquib, 2013). The 
2019 report placed Nigeria to a position of 116 led by Mauritius (52nd), sub-Saharan Africa 
is overall the least competitive region, with 25 of the 34 economies assessed this year scoring 
below 50. South Africa, the second most competitive in the region, improves to the 60th 
position, while Namibia (94th), Rwanda (100th), Uganda (115th) and Guinea (122nd) all 
improve significantly. Among the other large economies in the region, Kenya (95th) and 
Nigeria (116th) also improve their performances but lose some positions in the rankings 
compare to last year (WEF, 2019).  
Similarly, the report further asserted and compared productivity growth rate in West 
Africa sub- region. They reported that Nigeria grew at the rate of 1.2% between 2000-2008 
far behind Ghana and Cameroon that grew at 1.7% and 2.2% respectively within the same 
period; and also below the sub-regional average of 1.9%. It is amazing to note that no other 
nation in the region falls below 2% (WEF, 2019).   
Nigeria's socioeconomic performance and rating in human development indices, 
which is a reflection of its social capital status, is low and undeserving of a country of 
substantial natural endowments and human capital potentials. Nigeria's population is about 
200 million, rich in biodiversity and fast arable land in addition to abundant natural and 
mineral resources, including crude oil and natural gas (UNDP, 2018). With all these 
endowments, Nigeria should have a vibrant and robust economy and be among the rich 
countries of the world, have at least a medium quality life index and well above the average 
of human development indices. Unfortunately, this is not the case as Nigeria falls within the 




Programme UNDP (2018) Human Development Report ranked Nigeria’s Human 
Development Index (HDI) value and ranked Nigeria’s HDI value for 2017 is 0.532, this 
notably placed the country in the low human development category by placing the country 
ranking to stand at 157 out of 189 countries and territories. Between 2005 and 2017, 
Nigeria’s HDI value increased from 0.465 to 0.532, an increase of 14.4 percent. 
The Global Human Capital Report of 2017 placed and ranked Nigeria in terms of its 
Global Human Capital to be 114 of the 130 countries assessed with a score of 51.6. Even 
though Nigeria being a country that is Sub-Saharan in nature and considered to be the 
Africa’s largest economy despite the low production capacity, and most populous country, 
has a relatively large pool of tertiary-educated workers, especially among its older 
generations, and comparatively stable staff development and attitude change. However, as a 
point of concern, it simultaneously records low primary and secondary education attainment 
across all age groups and one of the lowest current primary school enrolment rates globally, 
pointing to excessively uneven human capital outcomes and the untapped opportunities of 
pursuing a more inclusive human capital development approach. Likewise, human capital is 
critical not only to the productivity of society but also to the survival and progress of how 
the country manages its wide array of activities that relates to political, social and civic 
institutions, understanding its current state and capacity is valuable to a wide variety of 
stakeholders. Therefore, the components as mentioned earlier have a stake in how the 
country manages the human capital development index, whether their primary goal is to 
power their businesses, strengthen their communities or create a population that is better able 
to contribute to and share in the rewards of growth and prosperity. These will hitherto tend 
to foster public-private collaboration between sectors, ultimately by reconsidering 




from today’s focus on problems and challenges towards the opportunities for collaboration 
that was fully leveraging the human capital potential residing in people’s skills and capacities 
can bring (WB, 2018). 
The poor performance of Nigerian education and other vital industries in terms of 
delays in project delivery cost uncertainty, and quality deficiency has consistently been a 
source of concern to industry stakeholders and researchers. Notwithstanding, the existence 
of a large number of research efforts focused on addressing issues of poor project 
performance, compensation of staff, the problem persists, because of previous research 
findings that a positive relationship exists between organizational performance and needs of 
staff (Ayanda, Lawal & Ben-Bernerd 2014; Bender, Bloom, Card, Van Renen, & Wolter, 
2017). 
In Nigeria today, however, the decline in the quality of education at all levels has 
become a fact of the continuum in the political life of the country. Indeed, the most 
significant event in the educational sector has been the continuous and an unending strikes 
and crisis that bedevilled the sector. It is evident in the recent past that the continuous strike 
have made the system record low turnout and decline in the educational attainment of the 
country. More often than not, the crisis was rooted in the way and manner in which the 
deteriorating conditions within the citadels of learning are much more visible. However, in 
respect of teaching facilities and other infrastructural facilities, the situation is even worse 
as the welfare of those engaged in teaching profession are not taking care of, also the ever-
increasing cost of education has further culminated into student strikes and an unnecessary 
industrial action embarked by teachers at all levels. It is in the light of the foregoing that the 
Third National Development Plan, of the country observed at the primary level, the shared 
